While implicated by others previously (e.g., Conger, 1990 ), a seminal perspective on Diagnostic and Statistical Manual IV as their basis (American Psychiatric Association, 1994), 14 Hogan and Hogan extrapolated parallel but subclinical traits on which to evaluate the 15 working population. These traits, with DSM IV analog in brackets, are excitable 16 (borderline), skeptical (paranoid), cautious (avoidant), reserved (schizoid), leisurely (passive-17 aggressive), bold (narcissistic), mischievous (antisocial), colorful (histrionic), imaginative 18 (schizotypal), diligent (obsessive-compulsive), and dutiful (dependent). As the middle 19 ground between "normal" (e.g., Big Five) and pathological traits (Paulhus & Willaims, 20 2002), Harms, Spain, and Hannah (2011) have stated that "one might consider them 21 personality quirks that do not greatly inhibit day-to-day functioning, but [that] may cause 22 severely negative outcomes in particular circumstances; such as during leadership social 23 interactions" (p. 496). However, while representing "a gallery of many psychological ills" 864). Accordingly, when leaders possess high levels of these traits, it is also widely agreed 12 that this hinders long term group performance, as well as their own longevity (Carson, 13 Shanock, Heggestad, Andrew, Pugh, & Walter, 2012; Hogan & Kaiser, 2005) . For example, 14 Blair, Hoffman, and Helland (2008) discovered that narcissism in a range of organization- 15 based managers was negatively associated with their interpersonal effectiveness and integrity 16 (as rated by their supervisors). Owen and Davidson (2009) have also identified links between 17 leader hubris and impaired risk appraisal, a failure to predict undesirable outcomes, and 18 dangerous decision making. Notwithstanding this consensus on the "dark side of dark traits" inherently constructive approaches. For instance, Davies (2004) found that transformational 22 leadership was linked to the dark side traits of colorful (i.e., wanting to be noticed and the 23 center of attention) and imaginative (i.e., acting and thinking in creative and at times odd or 24 unusual ways). On this basis, an exclusive reliance or overpromotion of transformational 25 behaviors may actually lead to a megalomania and narcissism that derails group performance 1 (Tourish, 2013).
2
In further contrast to the idea of uniformly negative influence, organizational scholars 3 also widely agree that dark side traits can in fact enhance group functioning and performance. 4 For example, relationships have been found between social dominance and willing followers, 5 hubris and innovation, Machiavellianism and legislative development, and Narcissism and 6 strategic dynamism (Judge et al., 2009 in precise contexts). In short, exploring how leaders may usefully act in a dark way.
17
Given the importance of this point for the research presented here, we emphasize that 18 dark side traits are not the same as dark side behaviors. To be explicit, dark side traits reflect 19 stable dispositions and tendencies in personality that lead individuals to behave in a relatively 20 consistent and predictable manner across situations (i.e., so someone high in trait narcissism 21 will frequently act in a narcissistic way). Dark side behaviors, on the other hand, only may 22 be the live enactment of dark side traits (which may or may not be of high levels) but can also 23 be selectively developed and deployed (Pettersson et al., 2006; Yukl, 2006 almost no understanding has been gleaned on how leaders may use dark side behaviors to 23 achieve desired goals (e.g., to increase performer effort) but in a way that limits the chance of 24 derailment (as risked by using such socially undesirable behaviors).
25
Based on these identified gaps and calls within previous research, the purpose of this 1 study was to extend our knowledge on the use of dark side behaviors by those leading elite 2 sport performance teams (Fletcher & Arnold, 2011) . Considered via the lens of team leaders 
Method

10
Research Strategy, Philosophy, and Design
11
Reflecting the explorative nature of this research, including its pursuit of detailed and 12 descriptive data on dark side leadership behaviors rather than measurement of dark side traits, 13 a qualitative methodology was adopted (Denzin & Lincoln, 2008) . Given the apparent role of 14 context in shaping the use of dark side leadership behaviors, this approach also enabled us to 15 probe the details of particular cases and therefore support our intention to explore how these 16 behaviors, if present, were deployed (Denzin & Lincoln, 2008 side leadership behavior in specific moments, leader succession was chosen as the practically 13 meaningful process to frame participant interviews (i.e., the period when a newly appointed 14 leader takes over the running and performance of an elite team's performance department).
15
Beyond providing a contextual backdrop for this study, it was also chosen as the culture sample was secured by using participants who had agreed to take part in a broader study that should reflect a range of experiences (i.e., a mix of short and long tenures as well as little to 5 major objective success achieved). Such a basis also acknowledged that simply operating in 6 high performance sport does not necessarily make a leader high performing.
7
Although there are differences between professional and Olympic sport, leaders were 8 sampled from both domains given that this was a first exploration into dark side behavior at 9 the managerial level of elite teams and that prior research has suggested that such behavior is Interviews were conducted using a semistructured guide that was mutually developed 8 for the broader research project described above and piloted with three elite team managers. 1 
9
While the main questions of the guide were not changed by this pilot work, follow-up probes 10 were refined to ensure that the main interviews would effectively meet the aims of this study.
11
For example, reflections of the first author (who conducted all interviews) and feedback from 12 the pilot group were used to refine follow-up probes that explored the social conditions under 
Data Analysis
4
As the collected data were grounded in leaders' experiences rather than preexisting 5 theory (cf. structure of interview guide), transcribed perceptions were appropriate for both 6 deductive and inductive analyses. Specifically, to reveal what dark side behaviors were used 7 (and deemed useful) by the participants, qualitative analysis software (QSR NVIVO 9) was 8 firstly used to convert relevant quotes into raw data units (i.e., complete sentences that 9 referred to or implicated dark side behaviors). These raw data units were then deductively 10 categorized against the behavioral manifestations of the dark side traits described in Hogan to their seminal nature and broad integration of prior knowledge respectively. We remind the 16 reader that while these classifications reflect personality traits, this does not necessarily mean 17 that the participants in this study would score highly on these traits if measured. Rather, they 18 simply demonstrate the use of socially undesirable behaviors in specific scenarios.
19
To meet our third aim, an entirely separate inductive content analysis was undertaken 20 to elucidate how dark side behaviors were effectively used according to the participants. This were changed by this process.
23
Results
24
The aims of this work were to (a) unearth possible further evidence on the use of dark were used to achieve desired outcomes yet minimize the risk of derailment. To address the 4 first two of these aims, the dark side behaviors described by elite team leaders are presented 5 first. The way in which these behaviors were used is presented second. Supporting quotes 6 from leaders of professional teams are indicated by "PM" and those of Olympic teams by 7 "PD". Table 1 two things will happen: they will perform and they'll get selected; they won't perform and we 7 kick them off the program" (PD7). issues from escalating), optimal use of dark side behavior was also found to rely on knowing 13 precisely when, where, why, and how specific behaviors could be shaped and combined to 14 deliver specific outcomes in specific scenarios (e.g., how to use acts of social dominance and Similarly, another leader noted how perceptions of those outside the performance department 13 were targeted and manipulated via the media at precise moments during a team's evolution:
14
[When you are successful] people are wondering, "Well, how are you doing it?" . . .
15
And before the arrival of a new board member; the peer-review process that bullied the bullies).
5
In this manner, our findings support prior research and suggest that elite team leaders 6 cannot be entirely transformational (or entirely bright) if they are to be optimally effective.
7
Given the power of modern performer groups, the self-serving politics in multidiscipline To support judgments on research quality, it is useful to consider some characterizing 19 traits of this study (Sparkes & Smith, 2009 essentially open-ended discussion on a practically meaningful process. However, details are described for those presented within the results section. 
